Hamline University

DigitalCommons@Hamline
School of Education and Leadership Student
Capstone Projects

School of Education and Leadership

Spring 2022

Implicit Racial Bias and Placement Processes in Education
Alyson Sartain

Follow this and additional works at: https://digitalcommons.hamline.edu/hse_cp
Part of the Education Commons

Implicit Racial Bias and Placement Processes in Education
by
Alyson Sartain

A capstone submitted in partial fulfillment of the requirements for the degree of Master
of Arts in Teaching.

Hamline University
Saint Paul, Minnesota
May 2022

Advisor: Kelly Killorn
Content Expert: Rocio Shaw, James Gagnon

2

Abstract
Sartain, A. Implicit Racial Bias in the Exceptionality Placement Process (2022)

The awareness of implicit bias has grown significantly since 1977. Its subconscious and
automatic processing effects are found to be significant factors in explicit action and
attitudes in schools. There is an increased need for creating an equitable schooling
experience for students in schools. Current literature suggests that there is a significance
in teacher implicit racial bias in the classroom which leads to the inequity and
disproportionality of exceptionality classes. A noted disproportionality in race for
exceptionality classes in both Individuals with Disabilities Act and Every Student
Succeeds Act urged the question: How can teachers’ recognition of their own implicit
racial bias impact the equity of student placement into exceptionality programs? A
professional development workshop was created to bring awareness to this topic; its
function and applicability is explained. The workshop consists of a website platform that
offers a nine week course to provide information on a teacher’s implicit racial bias. The
professional development workshop has implications for all staff members who are
involved with student placement.

3

TABLE OF CONTENTS
CHAPTER ONE: Introduction………………………………………………… 6
Introduction……………………………………………………………. 6
Overview………………………………………………………………. 6
Professional Implications……………………………………………… 7
Background and Motive……………………………………………….. 8
Summary……………………………………………………………….. 12
CHAPTER TWO: Literature Review………………………………………….. 15
Introduction……………………………………………………………..15
Equitable Classrooms………………………………………………….. 15
What is Equity…………………………………………………. 16
Approaches to Achieve Equity………………………………… 16
Implicit Bias…………………………………………………………….19
Implicit Bias Definition………………………………………... 19
Implicit Racial Bias in the Classroom…………………………. 22
Measurement……………………………………………………22
Implicit Racial Bias Training…………………………………... 23
Special Education……………………………………………………….24
History of Disproportionality in Special Education…………….25
Disciplinary Measures and Disproportionality………………… 26
Gifted Programs……………………………………………………….. 28
Disproportionality in Gifted Programs………………………… 28

4

Implications of being in Gifted Versus Regular Classrooms…. 30
Conclusion……………………………………………………………... 31
CHAPTER THREE: Project Description……………………………………… 33
Introduction……………………………………………………………. 33
Project Overview………………………………………………………. 34
Audience………………………………………………………. 36
Setting………………………………………………………….. 37
Assessment of Project Effectiveness…………………………... 38
Research Framework and Paradigms………………………………….. 38
Timeline For Completion……………………………………………….41
Conclusion…………………………………………………………….. 41
CHAPTER FOUR: Reflection………………………………………………….43
Introduction……………………………………………………………. 43
Summary of Project……………………………………………………. 43
Implicit Racial Bias Summary………………………………… 44
Exceptionality Placement Summary…………………………… 45
Conclusion………………………………………………………46
Implications and Limitations…………………………………………... 46
Implications……………………………………………………. 46
Limitations…………………………………………………….. 47
Where to go from here………………………………………………… 48
Reflection on Creating the Workshop…………………………………. 49

5

Reflection Conclusion ………………………………………………… 51
REFERENCES………………………………………………………………… 53
Appendix A: Professional Development Self-Assessments…………………….63
Appendix B: Conversation Questions…………………………………………. 66
Appendix C: Professional Development Presentations………………………... 71
Appendix D: Meeting Guidelines……………………………………………… 72
Appendix E: Pacing Guide…………………………………………………….. 73
Appendix F: Synchronous Lesson Plans………………………………………. 74
PROJECT REFERENCES ……………………………………………………..76

6

CHAPTER ONE
Introduction
In this capstone project I am posing the question: How can teachers’ recognition
of their own implicit racial bias impact the equity of student placement into
exceptionality programs? For teachers, it is a duty to create a safe and equitable learning
experience for all students so that they may become successful members of society. In
this same way, students all over the nation have the potential to be accepted into different
exceptionality programs such as special education or a gifted and talented education
(GATE) program. Both paths have individualized outcomes for the student, but there is a
responsibility for the teacher, administrators, and schooling system to cater to what each
student may need to succeed. I created a project that provides information to teachers so
they can recognize and understand their own implicit biases in an effort to provide each
child with an opportunity to be considered for special programs. I want to understand the
disproportionate outcomes for students of color in order to help other teachers understand
how to create a more equitable classroom. In this chapter there is an introduction to the
capstone question, my own personal narrative of how I started upon the subject, the
significance of my topic, and the rationale behind my project.
Overview
An equitable classroom can be defined as the creation of a completely inclusive
learning environment and community. Thus an inequitable classroom would be the
absence of inclusivity in either the learning environment or the community. There
currently exists a perception of inequity in students of racial minorities in the United
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States in terms of access to educational funds and high-achieving classrooms (Bottiani et
al., 2017; Lauri & Poder, 2017). Educators strive to create the best possible learning
space for all students. Since people are individuals, each person carries an implicit bias
that can affect students academically. Implicit bias is the brain’s reaction when presented
with differing stimuli. Explicit action is the outward action due to executive functioning
in the brain and evaluation of implicit processes. Implicit action is an action made
subconsciously from bias in the brain, this is different from explicit action, and is shown
through automatic processes in the brain, such as reaction time (Schneider & Shiffrin,
1977). Implicit racial bias has been shown to be relevant in student recommendation for
exceptionality programs such as Special Education and Gifted and Talented Education
(GATE) (Whitford & Emerson, 2019). Special education has historically been
disproportionately recommended for Black and Native American students than their
White peers (Rotari, Obiakor, & Bakken, 2011). The proposed cause has shifted from
socioeconomic status (SES), to an influx of disciplinary measures and implicit bias
((Bottani et al. 2017; Girvan et al. 2017; Kincaid et al. 2017; Skiiba et al. 2011). In gifted
education there is a heavier reliance on teacher recommendation into GATE (Grissom &
Redding 2015). Gifted students are often missed through nomination programs (Mcbee,
Peters & Miller, 2016), and racially there is bias against Black students when compared
to students of equal academic achievement but different race (Michael-Chadwell, 2010).
Professional Implications
With creating a professional development workshop, it will generally benefit the
students and the teachers. The teachers would become more self-reflective and
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equity-based. For students, there is much more to gain. It is a personal belief that there
will be a more equitable education system in the long run with a simple change of
recognition. Students of the racial minority will have opportunities they would not have
gotten based on race, such as being placed into the GATE program, which can accelerate
learning and put them ahead of their classmates. In terms of special education, students
will benefit because they could be looked at holistically instead of for disciplinary
measures. Even though creating recognition of a bias is a small step, it may have a
waterfall effect that trickles down into society.
A professional development workshop is also a continuum of information and
teaching practices. The format of the workshop is a website where information can be
easily accessible, and continuously updated. With check-ins, observations, and
continuous learning it could be more effective than one presentation or even research on
the subject. This allows the teacher to have an immersive experience through self
reflection on their practice with relevant information to their own classroom and students.
Background and Motive
Looking back on what started my interest in inequity in education, I think about
my upbringing and initial motivation for becoming a teacher. Growing up, I moved
frequently and lived all over the United States. Living in 5 different states and 7 cities, I
have experienced what some might deem good school districts and those that had more
obstacles. With differing degrees of diversity with every move, there was an ever-present
comparison of how a school would approach different things such as curriculum, special
education, extracurriculars, and state testing. It was this unique experience and curiosity
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that created a need to understand the education system of the country. From high school
into college I had decided that I was going to be a teacher to motivate my quest toward
understanding. Originally, there was a desire to become a special education teacher. This
started with participation in speech and language development throughout elementary
school and reaping the benefits of a ‘successful’ transition into regular classroom
instruction. I continued on to obtain an undergraduate degree in both Psychology and
Elementary Education from a private liberal arts college in the metro area of
Minneapolis, Minnesota.
With a child psychology focus throughout university, it became clear to me that
there were many discrepancies in education policy for children of differing backgrounds.
For example, nationally there was not a set curriculum nor an agreement of how to teach
each subject relative to the population of the country. The No Child Left Behind Act
started due to a recognition of inequity, but for many areas it did not give actionable steps
to achieve the necessary goals (No Child Left Behind, 2002). While I was in college the
Every Student Succeeds Act (ESSA) was passed and propositioned to go into effect
(Every Student Succeeds Act 2015). In a policy class for psychology, I was asked to look
into the different subsections of policy. There was a focus on the disproportionality of
racial minority students to their White peers in ESSA that caught my eye, and I
proceeded to do my senior capstone as a policy recommendation for that very subject. I
found that there needed to be a more holistic screening process for students when
entering special education because disciplinary measures, socioemotional traumas, and
implicit bias had an effect on placement for students (Bottani et al., 2017; Girvan et al.,
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2017; Kincaid et al., 2017). The inequity that students of color face in the public school
system is a powerful motivation for creating change.
At the same time that implicit bias became one of my personal interests, it started
to become a buzzword politically and in the educational hemisphere. There is a
misinterpretation of implicit bias in the contemporary world today (Pitts et al., 2017).
Many see it as having a negative connotation or a defining characteristic of one’s actions.
From my perspective, it is more of a tool; a possible explanation that has fluidity rather
than something that is permanent and unchangeable.
My classroom experiences helped to shape my perspective on equity and how it is
seen throughout different schools. Most of my clinical experiences when pursuing a
teaching license were done in inner-city elementary schools. These schools’ populations
were majority free and reduced lunch, students of color, and in need of more funding.
Although ‘on the books’ these schools were inequitable, it was my experience that this
was where teachers showed the most differentiation and support for their students.
One experience was with the partner-school across from the university I attended. That
school was in St. Paul, Minnesota and is also a Title 1 with a high homeless student
population. A Title 1 school contains high populations of student poverty, which is
federally supported through funding to meet educational goals (US Department of
Education, 2018). Both socio-emotionally and physically, the students' needs are met as a
way to create a more equitable experience. The school was PBIS (Positive Behavior
Intervention Service)-centered and classroom management was done within the
classroom setting. There was a lot of connection with the community to provide the
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physical needs for students as well. The school, through grants, organized dental care
monthly, clothing donations, and resource food which was delivered to each student on
Fridays to take home for the weekend.
I also spent time in a charter school that had ties to the Hmong community. With
a strong cultural tie, there were different expectations and supports offered to their
students. For example, each student was expected to graduate high school, so they were
given career counseling continuously and focused on success past required schooling.
Each classroom picked a college and used it as its mascot. The repetition and inclusion of
universities and colleges became normalized for students. Within this charter school there
were translating apps available in every class along with differentiation in each subject.
After school there was Hmong tutoring available in each subject to close the language
and learning gap.
My first year of teaching in my own classroom was spent in a religiously
affiliated private school, in an upper-middle class suburb, with extremely low diversity.
This contrasted everything I had experienced before and truly showed me a different side
of education. The students were allowed two recesses a day, had comprehensive
curriculums and access to individual tablets and learning applications. The students were
performing a year and a half above their national peers. The class size was small and
allowed for more individual support. Students did not face racial discrimination, food
insecurity, or lack of parental support and were still given academic differentiation that
all students deserve. That same contrast revealed how badly I wanted education to be
accessible for all students. Whether that accessibility is financially motivated,
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differentiated, or a holistic approach to the student, which is inclusive of socio-economic
status, physical health, and educational opportunity.
Currently, I am a 3rd grade teacher in a Title 1 school, also in the 10th largest
school district in the nation,the fifth largest public school district in the state, with a
population of 1,248 students in a PreK- 5th grade school. The school is a large Title 1
school in which there is free lunch for all. It is a dual-language school with a
demographic of 78.77% Hispanic students, 12.26% Black, 5.29% White and 2% Asian
students. It is a departmentalized grade so one teacher teaches reading and writing, while
the partner teacher is in charge of math and science. I teach a gifted/high achieving class
in the morning, with a general education 3rd grade class in the afternoon with a majority
(18/20) of English Language Learners. There is the opportunity to experience both sides
of the exceptionality spectrum each day in a very diverse school. This continued my
interest in the placement of students into these programs. With this experience the
prevalence of placement into GATE programs has shown how much teacher influence
there is. Recommendations on both sides of the spectrum can be on the teachers’
shoulders.
Due to the lived experiences, I saw inequity at play in schools that were both high
in diversity and impoverished. Having used socio-emotional learning styles like positive
behavioral intervention services, there was still disproportionality in the school’s special
education programs and gifted programs. Likewise, in the current school of employment,
the majority of students in the gifted program are not representative of the school racial
population. These experiences showed there were other effects at play. Thinking about
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the placement process for the students brought thought provoking questions about how
involved teacher recommendations and observations are. Implicit bias, being in my
background knowledge brought forward the wondering of if recognition of said bias
could alter the way teachers place students into exceptionality courses.
Summary
Throughout my clinical experiences and student teaching, I was able to see a
spectrum of learning environments and populations. From teaching in inner-city schools,
to charter schools with heavy cultural ties, then outer ring suburbs, and transitioning to
my professional teaching experience in a private school that is lacking diversity on all
fronts, it became clear to me how different students could be treated. I felt defeated by the
schooling systems of today and the adverse challenges different populations of students
faced. In this way, I am learning how the implicit racial bias of teachers impacts the
equity of student placement into exceptionality programs, because I want to understand
the disproportionality of students of color to their White peers in order to help other
teachers understand how to create a more equitable placement process. It was a mixture
of this misinterpretation and the lack of support for disadvantaged students that created
the passion behind this capstone and fueled the question: How can teachers’ recognition
of their own implicit racial bias impact the equity of student placement into
exceptionality programs?.
Looking forward, Chapter 2 reviews what information is needed to support this
project. Starting with equity in the education system and why it is sought after in many
classrooms there are explanations of background information needed to understand the
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capstone project. Implicit bias is then defined and explained. The possible shortcomings
and benefits are analyzed, along with the relevance to the classroom environment. Then
both exceptionality placement options, special education and gifted/talented programs are
explained and examined for their disproportionality. For both placement options there are
examinations of steps taken to correct the current disproportionality. Chapter 3 explains
the reasoning behind the professional development presentation. It starts with an
overview of the presentation and the assessments given, with the goal of the project
addressed as well. Finally, Chapter three explains the timeline under which this project
was completed. Chapter 4 gives a reflection of the capstone project process and the
implications of this project.
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CHAPTER TWO
Literature Review
Introduction
In this chapter there is a literature review on the topics of equitable classrooms,
implicit bias, special education, and the gifted and talented placement programs in
schools. The applicable question for this project is: How can teachers’ recognition of
their own implicit racial bias impact the equity of student placement into exceptionality
programs? While creating the capstone project there were considerable gaps on how the
recognition of an implicit bias would change a teachers’ placement strategy for students.
There are explanations of what programs and changes are being used, but there is a lack
of information on the recognition of bias and the effect it has on the placement of
students into gifted and talented programs (GATE).
Equitable Classrooms
Education has had a plethora of approaches to discrimination in the classroom. In
contemporary classrooms there is a large push toward creating equitable learning
environments for all students, which means action steps toward equity, differentiation,
accessibility, and assessment. The difference between equity and equality is small but
very important with regard to application. Equality is giving all students the same
treatment and opportunities within the classroom. Equity is taking into account each
student’s needs and strengths while creating a safe and inclusive environment for all
students to thrive in (Kozleski et al., 2019). Equity is described in 2004 by Jurado de Los
Santos et al., with the definition of equity as follows:
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This conceptualization of equity is based on two principles: quality education for
all citizens, seeking to develop to the maximum the individual, social, intellectual,
cultural, and emotional capacities, always within a framework of effective
equality of opportunity; and the shared effort of the entire education community
in caring for the diversity of students. (p. 4)
Equity in the classroom setting requires consistency, self assessment, and reflection from
the schools. It has a trickle down effect where to successfully implement an equitable
classroom the district, school, administrators, staff and teachers need to be on the same
page about accountability and approach (Lauri & Poder, 2013). Thus, when pursuing
more equity for students the reach has to be widespread.
What is Equity?
Equity is a phenomenon around which an inclusive classroom is created. At a
foundational level, it is what the student can bring into the classroom and how a teacher
can provide for the student individually (Maloney et al., 2019) . There are multiple types
of equity and they all play a part in a student’s learning experience; some examples are
socioeconomic, staffing, financial, cultural, and even familial (Glossary of Educational
Reform, 2016). There is a push for equality in education by many, starting from the
creation of differentiated learning under the policy Education for all Handicapped
Children of 1975 (Rotarori et al., 2011). As inequities grow between students of different
races, genders, and identities there is a call for solutions to be shared with teachers.
Approaches to Achieve Equity

17

There are different ways to promote equity, differing at the district, school, class,
and individual levels. These approaches, or programs, try to use best practices to create a
change in the quality of education, which has a direct relationship to the perceived equity
of a school. Some of these approaches involve Positive Behavior Intervention and
Support (PBIS), Dynamic Approach to School Improvement (DASI), funding, and
holistic screening processes (Bottani et al., 2017; Francis et al., 2019; Kyriakides et al.,
2017; Maloney et al., 2019; Ryu, 2019; Zakzeski et al., 2021). PBIS has been
implemented in many schools to create a socio-emotional approach to behavior (Zakzeski
et al., 2021).
PBIS has been shown to have a positive effect in school disciplinary measures
(Zakszeski et al., 2021). PBIS is the implication of evidence based practices in schools,
that focus on inclusive disciplinary practices and understanding of the student's
socio-emotional state. It uses behavior sciences to change a schools overall climate
(Elrod et al., 2022; Pas et al., 2019). Pas et al. (2019) found that longitudinally it
significantly reduced suspensions and truancy while increasing proficiency for both
primary and secondary schooling. Thus creating a more equitable school and closing
some of the academic and social gaps. PBIS is currently implicated in over 26,000
schools across the nation (Elrod et al., 2022; Pas et al., 2019; Zakszeski et al., 2019),
making it a widespread response to achieving equitable education.
A newer trial involves the Dynamic Approach to School Improvement, or
referred to as DASI. These approaches involved the use of empirically based
interventions and individual projects created by the school and researchers to improve
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different aspects of student performance. For example, DASI was found to close the gap
for students but only when SES was involved, and did not have implications for ethnicity
or gender stated (Kyriakides et al., 2017). This action-based program shows the ability to
be effective in some ways, but not toward the inequity of race and gender. Therefore,
there is still a need for racial equity to be addressed for students who are at a
disadvantage.
To truly serve each student, teachers also look at the holistic student, which may
include any adverse childhood experiences, socio-economic status, racial and ethinic
background, learning support, and propensity toward certain subjects. For students,
equity works into how students can attain academic subjects and differs from student to
student (Francis et al., 2019). Students can perceive equity in schools and it affects their
socio-emotional development, as well (Bottani et al., 2017). One factor that influences
equity is the connection between a teacher, students, classroom, and community. Equity
allows there to be a holistic link that allows for all students to have what they need to
succeed, in that way it becomes a universal attempt (Maloney et al., 2019).
To strive toward equity schooling for children, especially in the public school
system, can be enhanced by financing. Often, the first step to creating change is
allocating resources towards a goal. When money is allocated toward schooling systems
it often has little to no action steps. It is found that when money is allocated toward
equity financing in schools there are unexpected effects on equity (Ryu, 2019). This
money is given in lump sum form to create equity between schools within districts. Ryu
(2019) explained that efficiency targeting in schools is needed to ensure that money is
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being put to use in best practice. Without direction on how to utilize money, the money is
not put to best use as ESSA intended to do so (Every Student Succeeds Act, 2015). For
instance, the term equity can apply to curriculum, resources, classroom materials, or
school improvements.
This section gives a brief overview of what equity entails and some approaches in
the classroom. In reality it is a goal that is present in the current education literature, with
many approaches, opinions, and causes to answer: How can teachers’ recognition of their
own implicit racial bias impact the equity of student placement into exceptionality
programs? With a basic foundation of equity the following sections add to how these
specific topics such as implicit bias, special education, and gifted and talented programs
can contribute to the goal for an equitable school and classroom. In order for there to be
an equitable classroom there must be equity in the placement process. The gateway to
equity is achieved through implicit racial bias which is described in the next section.
Implicit Racial Bias
Implicit Bias Definition
As humans are discovering more about the cognitive processes of bias there are
implications in lived experiences that the human population has. Within everyday life,
people are presented with stimuli of all different sorts and their response can be
controlled, or just the opposite: completely automatic. This automatic response to stimuli
is referred to as implicit bias. Although there is a negative connotation to the word bias,
the term itself should be viewed as a way someone perceives something. In a newer wave
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of research, implicit bias (also called implicit preference), focuses on different categories
of stimuli and how fast the brain reacts to a grouping of various stimuli.
Biases are reinforced through social interactions throughout a child’s lifespan.
One’s memory and socialization can change and form differences in implicit behavior
(Amodio & Devine, 2006). There is a differentiation made in cognition between
automatic processing and conscious action. In the 1970’s, a study opened the door for
subconscious processing to come into the spotlight when looking at reaction (Schneider
& Shiffrin, 1977). The study being conducted at that time promoted that there could be
actions, memories, thoughts, and feelings happening without the conscious action to do
so. Schneider and Shiffrin (1977) also claimed that the actions and effects that are studied
can be influenced by one’s long-term memories and socializing experiences. The
immediate connection between subconscious and memory is important, but not to be
taken at face value. Automatic processing is the main determinant of implicit bias and
relates to functions such as speed and reaction time to certain stimuli, which are all
considered very unavoidable consciously. Alternatively, there was a study done that
proved that executive functioning also can be responsible for implicit bias, not just
automatic brain functions (Ito et al., 2015). There can be both positive and negative
implicit bias, even though contemporary literature tends to focus on the negative bias
instances. Cognition is based on the brain and its immediate response to stimuli, and
when describing implicit functions it can be separated into sub-categories. This includes
implicit memory, perception, attitude, and stereotypes. These categories of implicit
function process human understanding and interactions.
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Implicit racial biases are unconscious mental processes that are related to
discrimination between an individual and groups of people. Implicit racial bias is only
relating to the function of recognition and reaction in the brain. When that implicit
thought process is paired with an explicit action or consciously endorsed operation, it is
considered to be an implicit racial attitude. For example, an immediate thought or
reaction is implicit but any actions or thoughts to further the initial thought would
become explicit (Greenwald & Kreiger, 2006). This differentiation is important to note,
as implicit bias can lead to explicit actions and the cognitive process in turn presents
itself as a definitive action. For example, the implicit bias towards picking vegetables
over fruit is unconscious until an action and choice is made toward what that person may
want for lunch. When a vegetable is chosen repeatedly it becomes an implicit attitude
paired with explicit action. (Greenwald & Kreiger, 2006; Hoffman & Goranski et al.,
2006)
Some strategies have been able to reduce long term implicit racial bias. Devine et
al. (2012) used a three prong intervention that focused on awareness, concern for bias,
and intervention to show reductions in implicit racial bias as tested through both
qualitative and quantitative tests. Many believe that there will be better outcomes if
training is given prior to working within the school (Whitford & Emerson, 2019).
Empathy-based training was introduced to samples of pre-service teachers as an
intervention to reduce implicit bias. It was found to be statistically significant for white
female teachers when giving disciplinary actions to black students (Whitford & Emerson,
2019). During the empathy based training teachers were purposefully given different
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perspectives to talk about and discuss including situational stories. This training helps
those teachers have recognition of their own bias and start their pedagogy in a more
reflective lense. Overall with the majority of teachers being white females (National
Center for Education Statistics, 2021) it was another solution to reducing the implicit
racial bias of pre-service teachers.
Implicit Racial Bias in the Classroom
Measurement
Implicit bias, throughout history, has been measured in several ways, the most
prominent being the Implicit Association Test otherwise known as the IAT developed by
Greenwald et. al. (1998). The test looks at reaction time to a stimulus using
computer-administered categorization tasks and breaks the data down into four different
categories. The aim is to record automatic responses where the participant can not control
the reaction. It is important to note that when participants were tested to fake the test
result such as purposefully clicking on answers that would provide a certain bias. For
example when shown a word like angry the participants would press a certain racial
group to correlate it. It was found that these attempts did not alter their results of a bias in
comparison to an earlier trial (Greenwald et al., 2009). This specific test is seen as the
most common, but not found to be valid when it stands alone as there should be a self
reflective qualitative measure. It was found to have a predictive validity effect that was
deemed moderate by the Cohen Test which tests validity of measures. In the
meta-analysis of validity for the IAT, it was also found that 84 percent of the studies
examined used a coexisting self-report methodology. The findings demonstrated that the
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validity of the measure itself is larger when paired with a self-report measure,
(Greenwald et al., 2009). Conrey et al. (2005) also noted that there is not only automatic
association involved, but a mix of overcoming bias, guessing, and discriminability. There
is a correlation between the Implicit Association Tests and explicit self-report measures,
as noted by Hoffman et al. (2005). This correlation between the IAT and explicit self
report measures also works together to measure the other facets of implicit bias such as
attitude, prejudice, and stereotyping. There are alternative measures, such as using search
engine results, to show implicit bias in teachers (Cherner et al., 2020), but has not been
replicated due to the newness of it. Overall, the execution of an implicit bias is not as
simple as being influenced to think a certain way and has many causes.
Implicit Racial Bias Training
Implicit Racial Bias Training has been implemented across the nation during the
last decade. It has been introduced within the education system especially, as the country
moves closer to an equitable education system. Implicit racial bias comes into play and
adds examples of how it may affect teachers in the classroom. For example, it is noted as
a cause for disproportionality in special education (Bottani et al., 2017; Girvan et al.,
2017; Kincaid & Sullivan, 2017) and can take effect in most decisions made by a teacher
when students of color are present.
The importance of implicit racial bias recognition in schools is continuing to grow
in the changing educational climate of today. Schools that have enacted implicit racial
bias training, take a mixture of qualitative and quantitative data. There are data tracking
services available that allow teachers to code and track for inequities in terms of
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interactions with their students. The tracking programs show a decrease in implicit racial
bias through self reflection and recognition of their own bias (Reinholtz et al., 2020). It is
due to this recognition and possibility of reducing implicit racial bias that as a society it is
key to take action on. Implicit attitudes have been shown to change based on intervention
and recognition techniques so there is a rightful motive for inducing these interventions
within schools (Gawronski & Bodenhausen, 2014).
If students are not being perceived in an equitable manner, then the road to having
equitable education becomes unachievable. Humans all have and develop some sort of
implicit biases or preferences and as teachers, it is a responsibility to view how they
manifest themselves within the practice of teaching. Educating teachers, administrators
and staff about what, why, and how implicit racial biases may come into schools is an
essential building block to ensure the proper education of generations to come. Implicit
racial bias can be combated through a teacher workshop as a solution to the question:
How can teachers’ recognition of their own implicit racial bias impact the equity of
student placement into exceptionality programs?
Special Education
Special education, from the creation of the program in schools, has shown
disparities against students of color and disproportionality of racial minority groups when
compared to their White peers (Rollenhagen et al., 2017; Rotari et al., 2011). This
disproportionality is referring to the number of students in a racial minority in special
education when compared to White students, in terms of the overall population of the
school/district. It is related to the implicit biases that teachers hold (Fish, 2017). During
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the placement process into special education, a major question asked is to what degree
does implicit racial bias play a role, and what can be done as educators to combat it. This
section gives a brief history of the disproportionality of special education, examines
possible causes of the uneven ratio, and what has been done to lower that rate. It also
explains how special education is related to creating an equitable schooling system.
History of Racial Disproportionality in Special Education
The history of racial disadvantage in the United States is important to note when
discussing special education because it shows the origins and patterns of proportionality
which created the contemporary narrative. Special education came into existence after the
passing of the Public Law 94-142 and was revamped in 1975 under the policy Education
for all Handicapped Children of 1975. These initial laws were established with the intent
that all children would have access to education, by the responsibility of the state and
local governments. This special education law was amended by congress multiple times
until the Individuals with Disabilities Act (2004) was implemented. Following that, the
No Child Left Behind Act was in action with a motive to correct the disproportionality of
students in the special education programs nationally. The most current version of that
law in place is the Every Student Succeeds Act (2015) also known as ESSA. There is a
specific section for the problem of disproportionality and how to combat it. In this
section, the state and local governments are required to provide funding to a school with a
ratio of students of the racial minority deemed disproportional in Special Education.
Although it may seem like a solution, it is only a partial action towards combating the
overall problem.
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From the creation of specialized education there has been disproportionality in
programs, and researchers are still studying how it became so inequitable. In the United
States there has been a noted disproportionality of students in the racial minority who are
placed in special education, specifically for students who are Black or Native American
(Rotari et al., 2011). In the late 1990’s to the 2000’s, this topic was addressed by many
educational researchers. Scholars have the belief that socioeconomic status and poverty
played into the disproportionality of special education. Skiba et al. (2005) investigated
how poverty was related to the placement of students into special education and which
variables are significant. The study found that although there was a relationship between
race and poverty itself; poverty had no relationship to students placed into special
education programs (Skiba et al., 2005).
When poverty and race were also examined in longitudinal studies, there was no
statistically significant factor of SES or income when paired with race (Kincaid &
Sullivan, 2017). In fact Kincaid and Sullivan (2017) laid the foundation for studies to
evaluate what other factors in race may become evident. Studies have shown that when
SES and poverty level are the same among peers of a different race, there is a significant
difference in the placement of students into tracking programs (Girvan et al., 2017;
Kincaid & Sullivan, 2017). These findings debunked the theory that the area and poverty
level related to the school determined education quality. Thus researchers turned toward
other explanations for the magnitude of current racial disparities in education.
Disciplinary Measures and Disproportionality
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An explanation for part of the overpopulation of racial minority students began to
emerge when a holistic approach to disproportionality came into play. Due to disciplinary
measures within the schooling systems many students would often be pulled out of the
classroom, and/or miss educational content. This removal of learning time can be
attributed to loss of content and skills (Bean, 1996). As discussed, the placement into
special education is reliant on test scores, behavioral evaluations, and possible medical
diagnosis (Skiiba et al., 2011). Once researchers made this connection, disciplinary
measures in schools were looked at for the reasoning behind disproportionality (Bottani
et al., 2017; Girvan et al., 2017; Kincaid et al., 2017; Skiiba et al., 2011). To dive deeper
into why a teacher reacted to students of race differently, researchers started to do a trend
analysis of how bias plays into discipline in schools.
Students are perceived differently by their teachers based on race (Fish 2017;
Girvan et al., 2017; Scott et al., 2019). Black male students have been found to receive
more negative feedback from teachers when compared to their White peers regardless of
the race of the teacher (Scott et al., 2019). Behavior has different impressions on teachers
based on the race of students as found by Fish (2017). In a blind study, when teachers
were given two male students of differing race, the teachers were more likely to refer
Black students for exceptionality testing for behavioral effects rather than the students
who are White. These behavioral differences are found and attributed to the background
of each student’s racial and cultural identity (Girvan et al., 2017). Office referrals across
the nation, make up the missing variance for students of color, when compared to their
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White peers for both subjective and objective behaviors in special education placement
(Girvan et al., 2017).
The research shows that a teacher’s perception of a student comes into play in
both disciplinary actions and behavioral interpretations (Fish, 2017; Girvan et al., 2017;
Scott et al., 2019). Therefore a teacher needs to understand how implicit racial bias can
come into effect for their students when undergoing the placement into special education.
It should be noted that this is not a negative assumption of special education educators or
the program's motives but the understanding behind the placement of the students alone.
These biases also have an effect on the placement programs of gifted and talented
education as will be discussed in the next section. This section provides literature on the
placement process of special education in the question: How can teachers’ recognition of
their own implicit racial bias impact the equity of student placement into exceptionality
programs?
Gifted Programs
Disproportionality in Gifted Programs
The process of many programs across the country rely heavily on teacher
recommendation and notes of character taken by a teacher. Throughout many schools
there is a disproportionality of students of color is seen throughout gifted programs (Ford
et al., 2003; Grissom & Redding, 2015) even though the placement process may differ.
The disproportionality of students in gifted programs is multi-faceted. There are more
Asian/ Pacific Islander students, but on the other hand lower populations of Black,
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Hispanic, Native American, and English Language Learners (ELL) (Civil Rights Data
Disproportionality, 2016) in gifted programs across the nation.
Any interaction between student and teacher can be a deciding factor in being
admitted into the gifted programs. Many programs start the process of placement with a
nomination program. Nomination programs allow the teacher to nominate students so that
resources are not wasted in terms of testing. When schools use a nomination program it is
likely that possible gifted students are missed (Mcbee, Peters & Miller, 2016). From the
beginning of placement into gifted/talented programs there is opportunity for personal
background to affect the choice of a student who is nominated. Teachers, similar to the
personal interaction of nominations, also played a subconscious role in placement. A
more universal aspect of placement that is also impactful in the placement of students
into GATE programs is the socio-economic status, or SES, that a student has (Elhoweris,
2008). Elhoweris’ (2008) research has shown that when making this decision using a
vignette to describe a student, teachers had a propensity towards picking higher income
students. Both teacher and parent perceptions of proportionality within gifted programs
also reflect an inequitable distribution of students; it has been shown that they are less
likely to choose students of color than their White peers to proceed into evaluation for
gifted and talented programs, as well (Michael-Chadwick, 2010). Many thought that this
is only a problem found within a public school, but these differences are found across the
board. It is stated that magnet and charter schools are similar in diversity to public
schools but are actually more heterogeneous in the classroom. In fact, gifted programs are
more diverse in these magnet and charter schools, but only in regard to Hispanic students
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to their White peers. This portrays that being able to choose the school a student goes to,
whether in an impoverished area or not, does not apply to Black students (Davis, 2012).
The ethnicity and SES backgrounds of students play a role in the choice of teachers when
nominating a student into a gifted program.
Implications of Being in a Gifted Classroom Versus Regular Classroom
Being put into gifted education has been shown to have outcomes both positive
and negative in young children that will affect the rest of their lives. This notion is
examined in this section. Teachers have a large part in making the decision to recommend
students into gifted/talented programs. The process of many programs across the country
relies heavily on teacher recommendation and notes of character taken by a teacher. Any
interaction between student and teacher can be a deciding factor in being admitted into
the gifted programs.
There is an argument for students to be involved in gifted programs because there
have been positive outcomes associated with being placed into accelerated education for
the general population (Prekel et al., 2017). Some of these effects involve how a student
might view themself, perspective on academics, and possible academic benefits achieved
after completion of the program. Students in gifted classes have higher academic self
concepts than their peers in mainstream regular education. Self concept is an important
implication for students because it defines how they view their own ability to achieve in
the academic world (Prekel et al., 2017). A 35-year longitudinal study has shown that the
psychological average is above the national average of their peers, which goes against the
past literature stating that the psychological well-being of students in GATE programs is
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negatively affected long term (Bernstein et al., 2020). Therefore with higher self concept
there is a higher perception of success. Participating in gifted programs has been
associated with performance in reading and mathematics achievement (Redding &
Grissom, 2021). These results were for White students, while on the other hand Black
and Low-Income students did not receive the academic gains that their peers received
(Redding & Grissom, 2021).
Likewise, for students of color, there are negative effects for being placed into
GATE programs. Socio-emotional implications have been revealed to affect students
adversely, especially students of color (Ford et al., 2008). Gifted students in the racial
minority are at higher risk for developing socio-emotional problems than students in the
racial majority such as test anxiety which was found to be higher in Black students (Ford
et al., 2008). Many students feel as if there is racial criticism towards themselves from
outgroup peers of the same race or ethinic background (Bottiani et al., 2017). How can
teachers’ recognition of their own implicit racial bias impact the equity of student
placement into exceptionality programs? This question is partially answered through the
overview this section gives of gifted programs and the disproportionality within the gifted
classroom, while describing the longitudinal outcomes students face.
Conclusion
Chapter two presented the relevant literature related to equitable classrooms and
implicit bias. From the research, it is apparent there is a disproportionate number of
students in the racial minority in special education. Although there have been multiple
attempts to rectify it, the involvement of implicit bias training is not as prevalent. In

32

gifted and talented education there is more teacher impact in the placement process, and
it has been shown teachers’ biases do influence the choice of student. Overall, there is a
question of how much teacher choice is left up to the implicit biases that each teacher
holds. The gap of what recognition of one’s own implicit racial bias does in play with
these placement processes is missing. Therefore the capstone question in light of the
research that was published is: How can teachers’ recognition of their own implicit racial
bias impact the equity of student placement into exceptionality programs?
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CHAPTER THREE
Project Description
Introduction
I have created a professional development seminar to answer the question: How
can teachers’ recognition of their own implicit racial bias impact the equity of student
placement into exceptionality programs? In this chapter, the research paradigm and
theories behind the project are discussed and explained. There is a description which led
to the choice of a professional development program. There is also a detailed explanation
of the project and what is encompassed in the workshop. Participants were teachers in a
professional development training, during a time, that they were comfortable and safe in
the space provided. The workshop would last a total of 9 weeks including many
opportunities for self reflection after learning about implicit racial bias had taken place.
Teachers, interventionists, support staff and administrators were guided through each
week with many components to be completed in that time. Some of which included a
responsibility to fill out pre/post-test questionnaires (Appendix A), implicit bias tests,
have conversations with scripted questions (Appendix B), face controversial opinions,
and participate in weekly self reflection (Appendix C) on their outlooks and teaching
practice. The main goal and outcome of this project was to have teachers recognize that
all people have implicit biases and those biases can influence their decision making in the
placement process, whether they are aware of them or not, to ultimately change their
teaching practices to ensure equity for students. The goal is not to change a score on a test
or evaluate how they progressed but give staff knowledge that may change their
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reflectional practices during teaching, and the learning format to guide them to their own
discoveries about personal interactions with students and the placement into
exceptionality programs. This chapter has an overview of the audience and setting the
project is used in. Chapter Three also provides a rationale from research into adult
learning to support the framework of the professional development workshop. Finally a
preview of Chapter Four was also included.
Project Overview
I have created a website titled: Recognition of Implicit Racial Bias in the
Classroom (https://sites.google.com/hamline.edu/pd-implicit-racial-bias), that allows for
a multitude of uses through a professional development workshop. The website is all
encompassing and the workshop will take 9 weeks to complete. There is a home page
with background information, a pacing guide, materials, access to forms and quizzes and
more information on implicit racial bias and exceptionality programs. Participants are
provided with the materials needed weekly through the convenience of the website. In
week one and two the participants are relayed background information of the subjects
including: implicit racial bias, exceptionality placement and the end goal of equity in the
classroom. This background information includes: powerpoint presentations, videos, and
statistics. During the beginning weeks they are asked to fill out a pre-test questionnaire
and voluntarily participate in the IAT to provide them with a baseline of their own
knowledge on the topics. As it progresses through weeks four and five, the participants
continue learning through weekly videos and are asked to reflect on their own biases,
observations, and understandings pertaining to their own classes, or schools they are
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involved in. Week six gives the group of participants a chance for open conversation on
what they have learned so far. Week seven and eight provide more observational
reflections, the website again provides all of the information and forms needed. It can be
self guided which allows for flexibility for participants as they move through the
workshop. Conclusively in week nine, the participants are asked to fill out a post-test
questionnaire and reflection of their learned knowledge, what differed, and how their
recognition of biases might be interpreted. The questionnaire involves questions such as
“Do you have an understanding of ‘implicit racial bias’?” and “What is one thing you
would change about your teaching practice in terms of equity?” (see Appendix A). At the
end of the workshop, are opportunities for questions and concerns to be filled out on the
google form and access to other sites and resources. it will be important to have
resources readily available. These resources involve possible supplemental materials such
as access to free data tracking services (Reinholz et al., 2020), counseling services,
statistics, reflection materials and/or action steps.
I chose to create a professional development course because I believe it is the best
way to present the information. The topic of an equitable classroom can be hard to
discern especially when there is such a level of self-reflection involved. There is
predicted push-back from my target audience, due to a perceived critique of teaching
style. To navigate that hardship I think it is important to guide the audience through data,
trends, and theories before having a moment of self-reflection, and continuing on to ways
to combat it within the classroom. A presentation allows self guided and voluntary
learnings. A professional development workshop allows the data to come through without
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a person, who was also carrying their own implicit biases to teach the information. In this
way, the importance of the information is not taken as a personal confrontation, but
connects data to a realistic and reflective process. Another perk to having a professional
development presentation is that it allows for specific audiences to be reached if needed
or those who truly want to improve their approach to equity. The format of the website
makes this workshop readily available for teachers, interventionists, and support staff to
complete. Although it does include a pacing guide, the goal of the study is self reflection,
not to enact immediate change or pressure the audience of the workshop.
Audience
The audience of this project are any teachers, support staff, or administrators that
provide observational data of students. This takes place within a private, public, or
charter school, as long as they provide special education, or gifted and talented education.
Since placement processes differ per school, district, and state, the project is generalized
to be of the most use to the participants. Known racial disproportionality in exceptionality
programs is preferred but not necessary as information is given so all teachers can learn.
The participating teachers do not have to have any certain racial stipulations or
nationalities to use the professional development workshop. Due to the general nature of
implicit bias, meaning that it is seen across different racial and gender groups the
audience can be any race or gender. Likewise there is not a certain cohort or age of
teachers that are specified. It is posted to the Digital Commons on the Bush Library
website for the public. The website is continuously updated and maintained to include
current studies and information on the topic.
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The specific audience is under administration who wants to promote equitable
classrooms. A motive to create equitable classrooms resonates more with the audience.
As a professional development workshop, it is offered voluntarily, and in a group setting.
The group contains teachers, support staff, and administrators that have the ability to
create a safe space for conversation. The participants want to be involved with the
workshop, the presentations, and are open-minded about the topic of implicit racial bias.
Setting
This setting is set in a metropolitan area, in a public, private, or charter school.
The school has a disparity of diversity, with students of color being a lower percent of the
population. The professional development presentation takes place in a classroom within
the school building during a time devoted to workshops, and other training sessions. The
particular classroom allows the door to be closed and or windows covered to protect the
anonymity of the participants. There are no more than twenty to thirty people so that
intimacy and a safe space are maintained while discussing the topic. This time frame also
allows each participant to undergo the assessments given within a shorter range of time.
The meeting should be set for 1 hour. The timing has built in time for the group to place
breaks or discussion in between activities and slides. Breaks are necessary as there is a
possibility of discomfort and pushback from talking about one’s biases. The grouping of
people involves coworkers and peers. There is an option to separate the administrators
and other school staff or teachers so that both parties can feel comfortable when having
open discussions. The workshop is conducted at the hour meetings with the option to
learn independently. This workshop takes place during a designated time, where
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professional development is encouraged by the school. For instance, during preparation
hours, on professional development days, or during time after the students are released
from schools.
Assessment of Project Effectiveness
This project was created to answer the question: how can teachers’ recognition of
their own implicit racial bias impact the equity of student placement into exceptionality
programs? The professional development workshop provides teachers and other staff the
opportunity to recognize their own biases through a reflective experience. For example
the pre-test and post-test give participants the opportunity to see growth in their
responses. The weekly reflections and the conversations create a community effort
toward recognizing their own bias. The project teaches the connections and the research
between implicit racial bias, exceptionality placement, and equity in schools. It also
allows teachers to apply their own thinking specifically to their practice in the classroom
and their individual school settings. By providing the answers to the question through the
9 week course it is accessible and encourages collaboration. Overall the project is
effective in sharing information to others in an accessible and efficient manner.
Research Framework and Paradigms
In a pre/post-test form, the participants take a questionnaire that is designed to
question their perception of implicit bias and equity before taking the IAT. The post-test
questionnaire restates some of the questions to compare and contrast learnings from the
workshop itself. At the end, it focuses on what they learned specifically about the
placement of students into special education and GATE programs. In this way, leading
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the audience through self-reflection questionnaires, a presentation of statistics, and
translation of information, then continuing to the experience of actually assessing their
own implicit biases or attitudes can create a dynamic guide to understanding. Likewise,
through a meta-analysis, coaching, reflection, content focus, active learning, and
collaboration are found to be effective practices in professional development with
educators, similarly this presentation would implicate those effective practices
(Darling-Hammond, 2017). The motive for including these concepts in the project was to
create an effective learning space. In the professional development workshop, reflection
is integrated weekly through the asynchronous sessions, and the post-test and pre-test
questionaires (Appendix A). Content focus is portrayed through the presentations of the
different topics through slideshows (Appendix D). Collaboration is proficiently used
through encouragement and guided conversations (Appendix B), and supplemental
information on the “Meeting Guidelines'' (Appendix E) page of the website. Participants
are encouraged through active learning as they submit observations of their own habits,
and thought processes in their own practice.
This type of adult learning can be classified as Radical Social Change' (Lawler,
1991), since it focuses on a process where adults are guided through information
reflectively. Due to the challenging nature of racial biases, especially when examining
one’s situation, there needs to be a specific way to go about these topics. In the past,
Approach-Avoidance Training was considered to be a way to decrease implicit racial
bias. Approach-Avoidance training is an instruction to focus on the pictures of people of
color versus White people. It is comparable to exposure therapy but in the automatic
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responses to pictures (Vandessel et al., 2020). According to Vandessel et al. (2020), when
evaluating the change of social groups, the Approach-Avoidance Tactic did not work to
decrease implicit racial biases, and there was no influence on implicit evaluations of
social outgroups. Similarly there were no instruction effects even when the participants
completed the evaluation with nonsocial stimuli, The study also found that merely
describing instructions of approach-avoidance does almost as much to decrease implicit
racial biases. Although it is common, it is to be avoided in this presentation. Therefore,
when creating the workshop, the decision to have the IAT at the beginning and once at
the end of the workshop is to eliminate the use of approach-avoidance training.
Since implicit bias is something that all humans have, and it is a subconscious
reaction (Payne, 2010), when guiding teachers through the workshop, creating
opportunities for reflection, and open conversation is powerful in adult learning
(Latchem, 2019). Many opportunities for reflection are given to teachers throughout the
workshop which creates a personal connection and acceptance to the information
(Latchem, 2019). This approach allows for there to be a narrative of normalcy, so that
teachers can feel supported and more comfortable exploring their own biases. When
evaluating implicit bias in general, it is important to note that the “Implicit Association
Test” is only deemed moderate in terms of validity unless used with another self-report
questionnaire to expand on certain measures (Greenwald et al., 2009; Hoffman et al.,
2005). There will be a comprehensive pairing between the IAT and the questionnaire to
connect the implicit and explicit notions, since the IAT does not stand as strongly on its
own without a qualitative measure (Hoffman et al., 2005). The website itself uses the
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responsive web design framework to create a website that allows users to see the site on
multiple devices, and is user friendly which makes the content more appealing (Turan &
Sahin, 2017). In responsive web design, the goal is to make it user-friendly. For example,
the ability to view the website on different devices such as phone, tablet, and computer. It
also uses multiple points of access on a website which is the motive behind having
multiple tabs and pull-down bars for each page of the website (Turan & Sahin, 2017).
Timeline For Completion
The creation of the project took place from January 2022 to May 2022, in which it
was produced and peer edited weekly. The prior chapters were then revised and rewritten.
Chapter Four was written after the completion of the project as a reflection on its
production and process. The timeline for the project is as follows. The Capstone project
was created through the course GED 8490. Once completed it was reviewed by my
advisors. The project was then submitted to the Hamline School of Education where it
was once again peer reviewed. Once accepted the project was uploaded to the Hamline
Digital Commons and released publicly. That allowed for all people to view and use the
Capstone Project as intended. That was done in late spring of 2022. There was
continuous monitoring of the professional development workshop and any feedback that
was given through the questionnaires. The nine week professional development can be
used by any teacher, support staff or administrator as apropriate.
Conclusion
Chapter Three has given an overview of the professional development workshop.
This information is the most relevant for teachers, but is also helpful for school staff, and
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administrators who are also involved in the placement process for students. The outcome
of this project is to create a professional development workshop that will be completed
during a day dedicated to training teachers and staff. The research theories and adult
learning theories have been explained in relevance to a workshop on equitable
classrooms, implicit bias, and the placement of students into exceptionality programs.
There has also been a description of the setting, participants, and process of the
workshop. The next chapter describes my own reflection of the capstone project, and the
process involved.
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CHAPTER FOUR
Reflection
Introduction
In this chapter there is a reflection of the project process and the overall capstone
experience. The capstone question: how can teachers’ recognition of their own implicit
racial bias impact the equity of student placement into exceptionality programs? The
answer to this question, as learned from the creation of a professional development
seminar, is discussed. A reflection on the creation of the project is included with insight
into the motive behind different decisions. A commentary on where to go next after
exploring this capstone project is also presented. Lastly, there are final conclusions of the
recognition of implicit racial bias and its equity in the placement process of GATE
programs in education.
Summary of Project
In this section, the description of the final project and the summary of literature is
included. The outline and uses of the professional development website are outlined, and
the process explained. The summary of literature on the topics goes over the most
conclusive points about implicit racial bias, exceptionality placement processes, and the
inequity found in schools. Overall, final conclusions and answers to the capstone question
are examined as well.
The final project is a website to be used for professional development
(https://sites.google.com/hamline.edu/pd-implicit-racial-bias). It is a 9 week interactive
learning program. The materials and content are organized into different pages with links
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to anything that is accessible to the school or participants available. There is a calendar
for pacing, that is complete with materials for each session, the topic, and the items that
should be completed by the next session. The learning materials include lesson plans,
slideshows, reflective quizzes, and informational videos. Over the course of the 9 weeks,
participants will take a pre-quiz, gain background knowledge, take an implicit bias
assessment, apply knowledge to their teaching, reflect, and end with a post quiz. The
project is focused around the recognition of implicit racial bias and placement into
exceptionality programs. It applies to general education classrooms, specialists,
exceptional education teachers, and administration. It is a voluntary professional
development curriculum to be used preferably in a group setting, with other professionals
who are open and ready to be reflective in their own practice.
Implicit Racial Bias
To review the final conclusions of this project, implicit bias was found to be
subconscious and influenced by different factors. Since the 1970’s, there has been an
expanse of studies done on the subject (Schneider & Shiffrin, 1977). It was found that
implicit bias is subconscious and uses automatic functions of the brain to relay a
response. Implicit racial bias, which is the reaction and association to racial stimuli was
implicated as a cause for disproportionalities in education. Implicit racial bias is
subconscious bias based on account of race, which is not to be confused with explicit
action or attitude (Amodio et al., 2006; Greenwald et al., 2009). With the understanding
that it was found across gender, and racial groups it affects numerous populations.
Implicit racial bias was found to influence disproportionality in special education (Pitts,
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2017; Skiba et al., 2011; Wilson, 2019). The Implicit Association Test (IAT), is a form of
measurement created by Greenwald et al., (2005) at Harvard University. It was found to
be more valid when combined with a qualitative and reflectional survey (Hofmann et al.,
2005). Since implicit bias is not easily changed there are a multitude of strategies to
combat it during teaching, including empathy training, data collection, and reflections on
individual practice (Calanchiniet al., 2020; Cherner et al., 2020; Devine et al., 2012;
Reinholz et al., 2020). For the project specifically these strategies are important to
provide information on the website for participants. Access to strategies allows
participants to find solutions that will be effective in their practice and in schools.
Exceptionality Placement Inequity
Equity is a major focus for many schools in the country and is found in a
multitude of educational settings. Equity allows there to be a holistic link that allows for
all students to have what they need to succeed, in that way it becomes a universal attempt
(Maloney et al., 2019). The Individuals with Disabilities in Education Act, which was
created to give more equity to students with disabilities in schools, was scattered with
inquiry throughout the wording (2004). Thus paving the way for racial disproportionality
in special education (Bottiani et al., 2017; Civil Rights Data Disproportionality, 2016).
Both NCLB, and ESSA mention it in law, giving specific funding and attention to
lowering the racial disproportionality in special education (Ryu, 2019; Every Student
Succeeds Act, 2015; No Child Left Behind Act, 2001). It was found that there was a
disproportionality of black and native american students in special education (Kincaid &
Sullivan, 2017). It was also found that English Language Learning students were not
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assessed for placement as often as their native speaking peers into GATE programs
(Coronado & Lewis, 2017). Teachers were found to have implicit biases that affect their
observations of students (Scott et al., 2019). In GATE programs there were more asian
students then their white peers, and less students of color (Cooc & Kim, 2021).
Conclusion
This section has described the outline of the project, and prominent literature
around the topic that was done in order to create the finalized professional development
workshop. It mentioned the importance of implicit racial bias and how it is measured
most accurately. It also summarized the conversation of equity and in the inequity that is
involved in exceptionality and its placement process. In the next section, a personal
reflection of the process and the thinking behind each part is included.
Implications and Limitations
Implications
The finished professional development has implications for the individual
professional, the school, and the district. Created with the objective of increasing
educator self-reflection of implicit bias, there are implications for students as well. These
implications include access to a more equitable placement process into exceptionality
programs, through the work of their teachers or school staff. The participants, all who
play a role in observation and placement processes of students, influence the students
educational progression. For example, after a participant completes the course, they have
participated in recognition of their own implicit bias, they also have an understanding of
how it may affect their practice and placement of students, and they consistently reflect.
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This progression allows for recognition to occur. In the participant’s own classroom their
recommendations and perspective of exceptionality and GATE students can be reflected
upon. This reflection creates a small change where a teacher dives deeper into their own
bias in this process. Equitable entry into those programs for students is achieved through
the participants' understanding of their own bias. The disproportionality in special
education programs of students of color is recognized and pushing teachers, staff and
administration to look at a comprehensive picture of the student. Thus creating policy
implications surrounding the placement of students and the recommendation process, at
both a school based and district level.
Limitations
There are also limitations that this project has presented as well. Although the
project was created to be in a group setting, there are specific qualities in a group that
may hinder the reflective process. If a singular participant is not open and comfortable
conversing there can be push back and denial. There needs to be a safe space set up by
the entirety of the participants. Optional participation was important to set up that safe
space for conversation, but also presents the limitation that the teachers, staff or
administration that may have implicit biases would not sign up, thus only targeting those
who are reflective in nature and not large populations. The conversations and reflections
that were presented are topics that are heavy with emotion and trauma. A physical
limitation of the project is that the online format may not be as personable as it would be
having a knowledgeable speaker on the subject present the information to the group. The
opportunity for questions to be posed in specific instances is not available for a
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comprehensive experience. In that way, the project was presented more as learning about
implicit racial bias and reflecting on the implications of placement in the school setting.
Another limitation of this project is that it was aimed at public school processes,
and not charter or private school placement processes. With the understanding that public
school placement into exceptionality classes and GATE classes are more uniform and
similar across the nation, some private schools do not have exceptional or special
education, and students must go to a public school to receive services granted by law.
The project, although helpful, would not have the same impact in these settings as well.
The IAT can have limitations as well. It is a monitored tool created by Harvard
university to measure implicit associations between subjects. Although it is deemed as
valid by scholars using the Cohen test for validity, it is not easily changed and takes long
periods of time and training to see changes in one’s biases. It also only affects the implicit
bias and not the explicit action that students may take. Reminding the participants that the
implicit biases do not always show explicitly in their own teaching practices, but in
observations and initial reactions is powerful in creating recognition in this workshop.`
Where to Go From Here
The intentions of the project are for future personal use, professional development
and publication of the project. In this section there is a description of how the project will
be used in the future and the process to get there. This project was submitted to Hamline
University for approval, and then published on the university website. On the website, it
will be available for public use to be used in a variety of schools. In terms of the
professional world, this project has brought other topics to interest as well. The ability to
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have a systematic approach to placement processes intrigued me as it is apparent that
there can be obstacles in the way, such as how to handle mass training, funding, and a
holistic approach to combating implicit racial bias in the classroom.
For my own personal use this project will be utilized in a few different ways.
First, I hope to continue to update and improve the professional development course.
Continually improving and taking the reflection comments into consideration if it is used
by others so learning remains dynamic for myself as well. I also shared it with colleagues
and people who were interested in the topic. In the long term, I hope to use this for my
own school, and the processes involved considering the diversity of my current school
and the placement process currently in place for the gifted and talented classes.
Reflection on Creating the Workshop
While creating this project there was a learning curve with the information that
was found. Although I had already had the background information on implicit bias, the
discovery of multiple inequities in exceptionality programs was unpredicted. For me
exceptionality courses were supposed to create equity for students and the lack thereof
was a paradox. For example, special education and GATE programs create differentiation
by definition to challenge the individual needs of the students, but both are not
proportional towards the overall racial population of some schools. It seemed like that
was the complete opposite motivation of equity. I asked the question: How can the
recognition of teachers’ own implicit racial bias impact the equity of student placement
into exceptionality programs?
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Through the writing process, the ability to create an academic piece of work was
much more complicated as the information was in turn more complex. My original
thought process was to only create a website of resources and information on the subject
of implicit racial bias in schools. Quickly, it was found that the expanse of research and
information available was vast. There were countless sites and organizations with their
only purposes to publish that information. In order to create something much more
particular, I thought specifically about how it was involved in the disproportionality in
special education, and wondered what impact implicit racial bias had on both sides of the
exceptionality spectrum: special education and gifted and talented programs. After
agreeing on the project, it made sense that a professional development workshop would
reach a variety of audiences who are involved in the observations and placements of
students.
During the creation of the project it was clear that accessibility would be a
powerful aspect of my project. It was important that the information and reflections were
easy to maneuver. Being a teacher myself, the option to have the materials accessible if
you miss a meeting or want to refer back to the workshop after time became a focus. This
was how I decided on the format of a website to allow for all people to access as a free
professional development that would inform teachers of implicit racial bias and the
effects it can have in the classroom. There was a struggle when trying to decide how to
create a workshop through a website, especially one that can be done both separately and
in a group setting which sparked the pacing guide idea. It gives an overview and
something to keep up with as participants move throughout the learning process. The
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lesson plans for each lesson were provided as well as a solution for being either
synchronous and asynchronous.
With the topics being so expansive, I made the decision to also add other sites and
sources of information to help answer any questions since I will not be leading this
workshop for every participant. Due to the possibly challenging thoughts such as having
biasand the implications, there were counseling services attached in case of emotional
dismay. Likewise, for the participants who decide to have this in a group setting, which is
ideal, the importance of having guidelines for open conversation was an addition to the
site as well. I thought a lot about my own personal journey through implicit bias and
especially through the extensive research that I had done for this project. Understanding
how controversial this topic can be, and yet the overall importance of subconscious
thoughts created a perspective in which I wanted to comfort participants. Therefore, the
professional development was also focused on reflection.
Reflection Conclusion
Chapter Four has presented an introduction to the reflection on creation of the
project. There was a summary of the professional development workshop which
described the project at length, helpful literature and thought provoking research is
reviewed in relation to understanding implicit racial bias in placement programs.
Following the description there is a personal reflection on creation of the project which
includes conclusions and reasonings made throughout the process. Implications and
limitations were discussed in Chapter Four highlighting the change of thinking for
participants and the limitations of the project and its accessibility. A proposal for how the
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project is to be implemented for both personal and professional use was mentioned. That
includes what the project is to be used for in the future and the pathway to achieve that.
Finally the answer to the capstone question: How can the recognition of teachers’ own
implicit racial bias impact the equity of student placement into exceptionality programs?
is revealed through the production of this project to create a resource for teachers that are
involved in placement processes of students.
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Appendix A
Professional Development Self-Assessments
Website URL :https://sites.google.com/hamline.edu/pd-implicit-racial-bias
Pre-Test: Implicit Racial Bias in the classroom
This is a pre-test for a professional development session on implicit racial bias in the
classroom. Take your time, be honest and reflective. All answers are anonymous and will
not be connected to name or identity in any way.

1.Do you have an understanding of “Implicit Racial Bias”? If yes please explain.

2.Would you say that you have a racial bias in your teaching?
Yes
No
3.Do you recognize stereotypes in strangers?
Yes
Sometimes
No
4.Describe your attitude towards racial groups that are different from yourself
5.Define what equity means
6.How equitable is your current classroom?
Not Equitable

Completely Equitable

7.What is one thing you are hoping to improve on?
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Post Test: Implicit Racial Bias
1..Did your IAT results change?
Yes
No
2..If the answer to the above question was yes, what changed
3.Define what "implicit racial bias" means to you
4.Would you say that you have a racial bias in your teaching?
5.Do you recognize stereotypes in strangers?
Yes
No
Maybe
6..Define what equity means
7..Describe your attitude towards racial groups that are different from yourself
8..How equitable is your current classroom?
9..What is one thing you would change about your teaching practice in terms of equity?
10..Do you believe that you have an implicit bias?
11..What has been most helpful for you throughout this course?
12.Any comments, questions, or concerns? Please type below.
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Self Reflection Questionnaire

1.On a scale where do you put yourself in terms of recognition of your own bias?
Complete Recognition 1

2

3

4

5 Does not affect my thought process

2. How many times have you thought about your own implicit racial bias in the past?
0-15

16-30

31-50

More than 50

3.Would you say your thought process has changed at all? How?
4.How would you describe the equity of your classroom?

66

Appendix B
Conversation Questions

This is a list of questions to create an open dialogue with other people participating in the
professional development workshop. It is important to maintain a safe environment for sharing
with mutual respect and understanding for everyone. Please see the meeting guideline page for
more information. When asking questions feel free to dive into respectful conversations, and
explore each other’s feelings during the reflectional processes. Remember the purpose is to be
self-reflective in the process and learn about your own biases

Ice breaker
●

Why did you show up to work today?

Questions
●

One thing that you didn’t know before?

●

Where is an area of teaching you feel confident in?

●

What are things you notice in your own teaching that have changed?

●

Are there times when you think about bias in your classroom?

●

How many times have you questioned your reactions to student behavior based on

biases?
●

What is one thing you can focus on to create a more positive environment for your

students
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Appendix C

Professional Development Presentations
Week One: Introduction to Implicit Bias
https://docs.google.com/presentation/d/1UP6IKHWnWVCNG1V-cXHStmjBPnj616bk2C
p-D796Lk8/edit?usp=sharing
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Week Two: IAT and Strategies
https://docs.google.com/presentation/d/1IQSsDcNx2Egf1diits0DOY0CY4IEZU-R1wkv2
DLSaO0/edit?usp=sharing
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Week Three: Equity and Exceptionality:
https://docs.google.com/presentation/d/1tKjNFB546qD5BOmkX1msEz9kKkgfZICGR3
Rar7fIspo/edit?usp=sharing
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Week 9: Closing
https://docs.google.com/presentation/d/1i1b76buv9aPUL6Uw9iFUIGL3ryGT7hsaOGa2I
3s23AA/edit?usp=sharing
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Appendix D
Meeting Guidelines
https://sites.google.com/hamline.edu/pd-implicit-racial-bias/meeting-guidlines
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Appendix E
Pacing Guide
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Appendix F
Synchronous Lesson Plans
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